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ABSTRACT
A COMPARATIVE ANALYSIS OF FACTORS INFLUENCING 
REGISTERED NURSE RETENTION AND TURNOVER BELOW 
THE HEAD NURSE LEVEL IN ACUTE CARE HOSPITALS
Jean M. Snyder 
Old Dominion University, 1982 
Director: Dr. Helen Yura
In a comparative survey, two groups of registered nurses (stayers 
and leavers) below the head nurse level were measured in the areas 
of human need satisfaction perception, role perception, and equity 
perception. The two registered nurse groups were further subdivided 
by educational preparation into diploma, associate, and baccalaureate 
degree stayers and leavers for comparative analysis. Literature 
reviews revealed considerable research in the area of retention and 
turnover, but few studies used a theoretical framework and a multi­
variate basis for observation. One hundred nine registered nurses 
from the ten area acute care hospitals were surveyed using an inde­
pendently developed Nursing Perceptions Index (NPI). Validity and 
reliability studies were conducted to ensure objectivity in the 
instrument. Average and interactive ratings per dimension were com­
puted and difference scores obtained for each group and subgroup 
using analysis of variance. Results indicated a significant difference 
between registered nurse stayers and leavers regarding human need 
satisfaction perception and equity perception. There was no signifi­
cant difference between registered nurse stayers and leavers with 
regard to educational preparation or role perception.
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Registered nurse turnover is a disruptive, costly phenomenon within 
the acute care hospital. The national average turnover rate for regis­
tered nurses is 27 percent (Recruitment Survey, National Association 
of Nurse Recruiters, 1981). The cost of replacing a staff nurse is 
between $2,500 and $3,000 (Wolf, 1981). Registered nurses represent 
46 percent of the hospital nursing work force (Aiken, Blendon, Rogers, 
1981). Since nursing cost centers constitute approximately 50 percent 
of the total labor budget and 35 percent of the institutional budget in 
acute care hospitals, high turnover results in inefficient utilization 
of departmental finances (West, 1980). More elemental is the effect 
that high turnover/low retention has on group cohesiveness, morale, and 
the quality of patient care. Predictions of a higher incidence of 
severe illness requiring acute care for the general population and a 
rapidly growing aged population has the potential of increasing demands 
for registered nurses in acute care settings (Araujo, 1980). Concur­
rently, the National League of Nursing (1980), has reported decreasing 
enrollment figures in basic nursing educational programs. To contain 
cost and meet hospital demands, attempts must be made to maximize the 
utilization of registered nursing personnel. This means that nursing 
administrators need to develop an understanding of factors which 
influence retention and turnover among registered nurses.
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Problem Statement
Empirical studies have established that satisfied workers are less 
likely to leave, have less absenteeism, and are more committed to the 
work organization than their dissatisfied counterpart (Hamner and Organ, 
1978). Frequency distribution data developed by Roseman (1981) predict 
50 percent of turnover occurs within the first two years of employment. 
Penzer (1969) found that educational levels have a moderating effect 
on the relationship between the work environment and work satisfaction. 
Kramer (1972) attempted to explain this phenomenon among newly graduated 
registered nurses as they struggled with educationally developed role 
perceptions and the realities of the work environment. Many studies 
followed which addressed the phenomena of retention and turnover observed 
in newly graduated registered nurses, but no empirical research could be 
found which analyzed registered nurses who stayed longer than two years 
in positions below the head nurse level. The primary focus of this 
research was to assess the impact of educational levels with role per­
ceptions, need satisfaction, and equity in the work environment as it 
influences retention and turnover in registered nurses below the head 
nurse level in the acute care hospital.
Theoretical Framework
The theoretical framework for this study is drawn from human need, 
role, and equity theories. According to Maslow (1962), human needs have 
certain priorities and each level must be satisfied to some extent before 
the next becomes dominant. When analyzing the motivation and behavior 
of the individual, attention cannot be placed on any single human need 
to the exclusion of the others. People are driven by many needs
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simultaneously and usually satisfaction occurs concurrently. The divi­
sions or blending of drives motivate behavior of the individual both on 
and off the job. At present, so much of a person's adult life is spent 
in a work environment that it is an unavoidable reality of society that 
more and more human needs must be met on the job (Carvell, 1970). Often 
need satisfaction is tied to role perceptions.
Role, as a construct, has been consistently difficult to define and 
analyze due to its multidimensional characteristics. In learning roles, 
the first orientation is to the human dimension of life; e.g., being 
male, being father, being white. The second orientation defines struc­
tural dimensions which sets limits upon expected values and behaviors; 
e.g., teachers in school systems, nurses in hospitals. Thus roles are 
learned. One of the most important processes involves internalization 
of values and attitudes specific to a particular professional group and 
acquisition of knowledge and skills required to enact the behavior of 
the professional role (Hardy, 1978). In an attempt to study human 
behavior, it is necessary to deal with how individuals define and sub­
jectively judge their roles. Another factor of influence is equity in 
the work environment.
Equity theory, as developed by Adams (1963), brings into focus how 
a person can use internal comparisons of expectancies and goals to make 
judgments about the appropriateness of external reward systems. Accord­
ing to Adams' equity theory, individuals compare the ratio of their 
inputs or outcomes (how hard is my work; what have I accomplished) to 
the input outcome ratio of another person (how hard is his work; what
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has he accomplished). The crucial element is the individual’s percep­
tion of inequity in the relationship. If an inequity is seen in the 
comparison, individuals will act to reduce the perceived deprivation or 
overpayment. Adams and Rosenbaum (1962) and Goodman and Friedman (1969) 
have shown that perceptions of overreward will increase inputs or may 
cause the overrewarded individual to actively lobby for increase in 
outcomes of others (Straw, Notz and Cook, 1974) . The research of Ilgen 
and Hamstra (1972) and Hamner and Harnett (1974) has shown that the 
referent "other" used for comparison of equity/inequity may be a com­
parison of actual performance with expected levels of performance. Most 
of the research results agree that regardless of the referent criteria, 
those who exceeded the referent were significantly more satisfied than 
subjects who failed to meet their goal. Thus, future performance is 
determined to a great extent by the way in which goals are set and 
rewards are administered. When employees perceive failure in their own 
performance and/or reward inequity, their satisfaction is predicted to 
be reduced. Such an outcome may enhance an employee’s decision to leave 
the work situation (Hamner and Organ, 1978).
Thus human need satisfaction, role, and equity perceptions are 
used to explain the retention-tumover process. An individual, internally 
motivated to satisfy needs and equipped with educationally defined role 
perceptions, behaves as a registered nurse, constantly evaluating him­
self by internal or external factors which judge the equity of the 
hospital work environment. The dynamic interaction among these entities 
causes a response along a retention-turnover continuum. Variation in 
responses along the positive end of the continuum range from rigid
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maintenance of the status quo (strongly positive perceptions), through 
establishment of stability with some receptiveness to change (moderately 
positive perceptions), minimal stability with a ready response to change 
(mildly positive perceptions), and instability (barely positive percep­
tions) . Along the negative side of the continuum, response may be to 
seek change from the unit of work while remaining within the same hospital 
(barely negative perceptions), moving to another hospital setting (mildly 
negative perceptions), changing to an alternative nursing setting away 
from the hospital (moderately negative perceptions) to a complete break 
with nursing and the acquisition of a new role and environment (strongly 
negative perceptions)• Figure 1 illustrates the Retention-Tumover 
Process.
Since extremes are easier to identify than subtle differences, this 
research attempted to answer the following question. Is there a rela­
tionship between registered nurses below the head nurse level who remain 
employed in an acute care hospital for two or more years and those who 
voluntarily resign when comparing educational preparation, human need 
satisfaction perception (HNP), role perception (RP), and equity percep­
tion (EP).
Operational Definitions
Registered Nurse - any person who has graduated from a state 
approved nursing program and has passed the State Board Test Pool Exa­
mination for licensure as a registered nurse.
Acute Care Hospital - a hospital licensed to provide care to patients 
who have a need for urgent intervention to diagnose, prevent, or correct

























































Retention - Turnover Process.
7
fulminating physical illness caused by disease, trauma, or genetic 
deficits. They may be primary, secondary, or tertiary care settings.
Retention - the degree of self initiated continuance within the 
membership boundary of an organization.
Turnover - the degree of self initiated individual movement across 
the membership boundary of an organization.
Stayer - one who has been continuously employed below the level of 
head nurse within the organizational boundaries of an acute care 
hospital for two or more years.
Leaver - one who has more than one year of experience and has, 
within the last 6 months, voluntarily resigned from another acute care 
hospital within a 50 mile radius of the hospital in which they are 
presently employed. Nurses with less than 1 year experience will not 
be included.
Role Perceptions - an individual’s cognitive expectations focused 
upon a particular position; these expectations include beliefs about 
what goals or values the position incumbent is to pursue and the norms 
that will govern his behavior. The set cf expectations evolves from 
the incumbent’s socialization experiences and the values internalized 
while preparing for the position, as well as the incumbent's adaptation 
to the societal expectations that define the position (Hardy, 1978).
Significant Difference - the results of the data which exceeds an 
alpha of .05 will be considered significantly different as measured by 
factorial design ANOVA.
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Literature Review
A review of the literature revealed that considerable research has 
been done regarding turnover and retention. Positive relationships 
between turnover rates and levels of economic activity, employment, and 
vacancy have been demonstrated by Armknecht and Early, 1972; Forrest, 
Cummings and Johnson, 1977; Price, 1977; Woodward, 1975-76. Less firmly 
correlated has been a relationship between job dissatisfaction and 
turnover (Brayfield and Crockett, 1955; Locke, 1976; Porter and Steers, 
1973; Vroom, 1964; Herzberg, Mausner, Peterson and Capwell, 1957).
More recently, Koch and Steers (1978) suggested that job attach­
ment may be inversely related to turnover. They define job attachment 
as an attitudinal response to one’s job characterized by (a) a con­
gruence between one's real and ideal jobs, (b) an identification with 
one's chosen occupation, and (c) a reluctance to seek alternative 
employment. This correlated with an earlier study in which Graen (1973) 
found role orientation to have a significantly and negatively related 
correlation to turnover. Recently, a number of authors (Forrest,
Cummings and Johnson, 1977; Locke, 1976; Mobley, 1977; Porter and 
Steers, 1973; Price, 1977) have advocated abandoning further bivariate 
studies of turnovers in favor of well-developed conceptual models.
Graen and Ginsburgh (1977) found that role orientation, leader accept­
ance, and their interaction accounted for 23% of the variance in 
university service employee turnover. Mangione (1973) used 15 demographic, 
satisfaction and occupational variables to predict turnover. He found 
the strongest regression coefficient to be satisfaction with comfort, 
co-workers, rewards, industry type, age, tenure occupation, and
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financial reward. Waters, Roach, and Waters (1976) found a coefficient 
of 25% among insurance company clerks. They discovered that intention, 
the determination to act in a certain way, accounted for 18% of variance, 
and the Job Description Index (JDI) work and tenure added 7%. Mobley, 
Griffin, Hand, and Meglino (1979, p. 493), advocated a conceptual model, 
but demanded that the model not only add to the understanding of indivi­
dual turnover, but also contain "linking mechanism that considers the 
individual's perceptions and evaluation of available alternatives rela­
tive to the present position." Proctor, Lassiter, and Soyars (1976, 
p. 580), used the turnover rate as a measure of satisfaction and attempted 
to determine specific characteristics which could be used to predict 
retention. The conclusion from this study of 1,525 junior naval officers 
was that "intrinsic factors of the job environment have strong influ­
ences; if the job climate is perceived as favorable by the individual 
he tends to stay." Studies dealing with education found that "female 
credit union employees with higher education had lower tenure" (Federico, 
Federico and Lundquist, 1976). Seybolt (1976) studied the effects of 
level of education, characteristics of the work environment and job sat­
isfaction. He concluded that "an interactive approach can be used to 
predict work satisfaction and that different levels of education lead 
to different individual expectations." Seybolt and Walker (1980) con­
ducted attitudinal surveys to reverse turnover among a 340 member nursing 
department in an acute care hospital. Using Expectancy Theory and 
motivational factors such as task identity, autonomy and feedback, role 
ambiguity and conflict, he determined that "collecting such data coupled
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with feedback to all staff members and visible action was a "powerful 
tool" in reversing turnover. It should be noted that few of the multi­
variate studies include perceptions and evaluations of the work 
environment. Generally, only about 20% of the variance in turnover is 
explained (Mobley, Griffith, Hand, and Meglino, 1979).
Hypotheses
Hypotheses for this study:
1. There is no significant difference between registered nurse 
stayers and leavers with regard to human need satisfaction perception, 
role perception, and equity perception as measured by the Nursing 
Perceptions Index (NPI).
2. There is no significant difference between the type of nursing 
education of registered nurse stayers and leavers with regard to human 
need satisfaction perception, role perception, and equity perception
as measured by the Nursing Perceptions Index (NPI).




A quasiexperimental design was used to determine differences 
between registered nurse stayers and leavers as measured by the Nursing 
Perceptions Index. The target population was staff nurses below the 
head nurse level. A convenience sample was obtained.
Sample
One hundred twenty registered nurses from ten acute care hospitals 
in the Southside Tidewater Area of Virginia (Chesapeake, Norfolk, Ports­
mouth, and Virginia Beach) were sought. Approval for this research was 
obtained from the Committee for the Protection of Human Subjects of the 
Department of Nursing, Old Dominion University. Permission to conduct 
research was also obtained from the Department of Nursing in each of the 
ten participating acute care hospitals. Appendix A contains an example 
of an institutional cover letter. A sample population was obtained using 
a stratified random sampling method. At each hospital two lists of 
registered nurses, stayers and leavers, were obtained. Registered nurse 
stayers were designated Group A and registered nurse leavers Group B.
Each group was divided by educational preparation into A^ Baccalaureate 
degree, A^ Associate degree, and A^ Diploma stayers and B^ Baccalaureate 
degree, B 2  Associate degree, and B^ Diploma leavers. For each subdivi­
sion A^, A 2 , A^, and B^, B2 , B^, a random number table was used to select 
two representatives from each category for each of the ten hospitals.
If any of the original representatives declined participation or withdrew, 
another representative was selected using a random number table. In
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category B^, Baccalaureate degree leavers, no sample could be developed 
because of a lack of a population fitting the criteria in two of the ten 
hospitals. In addition, two other hospitals had only one nurse who fit 
the criteria for category B^. In category B2 , Associate degree leavers, 
no sample could be developed because of a lack of a population fitting 
the criteria in two of the ten hospitals, and a third hospital had only 
one nurse who fit the criteria. The total sample obtained was 109; 60 
members in Group A and 49 in Group B. The subdivision Group A.., A„, A,,1 Z j
and B^ each had 20 members. Subdivision B^ contained 14 and subdivision 
B^ contained 15 members. All participants were female and ranged in age 
from 23 to 57. Both full and part-time registered nurse employees were 
included in the study. Information regarding the demographic variables 
of age, marital status, positions held, and salary is located in Appen­
dix F.
Instrument
For this research, the Nursing Perceptions Index (NPI) was developed. 
It contained 51 statements; 1 through 13 address perceptions of human 
need satisfaction, 14 through 25 identify role perceptions, and 26 through 
37 were directed to perceptions of equity in the work environment. State­
ments 38 and 39 ^eek to identify the registered nurses' source of esteem 
and recognition. The majority of statements required a forced choice 
response; a Likert scale was used. The cues for assessing each state­
ment were unique to that statement. Van de Ven and Ferry (1980), state 
that avoidance of very general character, such as "excellent," "superior," 
"average," would help the reader to pinpoint realistic alternatives on
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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the scale. The general directions were brief and clearly stated. 
Demographic information was collected at the end of the tool. Prior to 
use in research, the Nursing Perceptions Index was judged for face and 
content validity by a panel of experts from the field of nursing, 
organizational psychology, and business administration. The relia­
bility of this instrument was determined vising the split half test. The 
Nursing Perceptions Index was administered to 12 registered nurses with 
similar educational backgrounds. Completed surveys were then randomly 
assigned to two groups for comparison. Using the Kendall Concordance 
Correlation, the reliability coefficients estimated for the human need 
satisfaction perception is .58, for role perception .88, and for equity 
perception .71. The Nursing Perceptions Index with conceptual basis for 
each-statement is enclosed in Appendix B.
Procedure
Permission to conduct research was obtained from each nursing depart­
ment in the ten acute care hospitals. Following an explanation of the 
study, including risks and benefits, each participant signed a human rights 
consent form. A participant consent form is shown in Appendix C. Con­
fidentiality was protected by scrupulous maintenance of anonymity. A 
quiet area was sought in each hospital where the Nursing Perceptions Index 
was administered. Directions were tape recorded and played for each group 
to keep consistency from hospital to hospital and group to group. In 
areas where it was not possible to play recorded directions, directions 
were read in the same manner as those recorded by this researcher. Survey 
time ranged from 15 to 30 minutes. Data collection consisted of a com­
pilation of information obtained from administration of the Nursing 
Perceptions Index.




Analysis of data was done to determine the acceptance or rejection 
of the hypotheses: (1) There is no significant difference between
registered nurse stayers and leavers with regard to human need satis­
faction perception, role perception, and equity perception. (2) There 
is no significant difference between the type of nursing education of 
registered nurse stayers and leavers with regard to human need satis­
faction perception, role perception, and equity perception. Data were 
also analyzed to establish any pattern in the esteem and recognition 
sources, and to look for trends in specific uncontrolled demographic 
variables which could have had an influence on the outcome of this 
study.
Analysis
The Nursing Perceptions Index (NPI) provided scores on a one to five 
interval for the first 37 statements. The hypotheses were tested based 
on data from the 37 statements for all 109 participants. Prior to 
analysis, Bartletts* Test was applied at a = .05 to the data and homo­
geneity of variance was confirmed. Data were subject to both combined 
interactive and individual analysis of variance. The first analysis of 
variance and covariance including repeated measures (ANOVACO) was done 
to ascertain (1) if there was an overall significant difference between 
stayers and leavers; (2) if there was a significant difference between 
the educational backgrounds of stayers and leavers; and (3) if there was
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a significant difference in the combined interactive effect of educa­
tional background and stayers/leavers. A second ANOVACO was done to 
observe (1) if there was a significant difference between the human need 
satisfaction (HNP), role (RP), and equity (EP) perceptions; (2) if there 
was a significant difference in the combined interactive effects of 
perceptions and stayers/leavers; (3) if there was a combined interactive
effect of perceptions and educational background; and (4) if there was
a combined interactive effect of perceptions, stayers/leavers, and 
educational background. When significant differences were observed in 
ANOVACO, an individual analysis of variance (ANOVA) was done to deter­
mine the variable causing the main effect.
Establishment of patterns in the rank order for esteem and recog­
nition were based on data obtained from statements 38 and 39 of the 
NPI. These statements offered choices to order regarding the partici­
pant's source of esteem and recognition. The mean scores for esteem 
and recognition sources were obtained and rank ordered for each group 
of stayers and leavers to determine the presence of any patterns. A 
blank was included so that participants could add other choices.
Demographic data were assembled and evaluated for trends regarding
educational distribution, age group, marital status, shift assignment 
and position held.
Findings
In the first ANOVACO significant differences were found between 
registered nurse stayers and leavers (F = 5.956; df = 1; p = .016). No 
significant differences were found between the educational background 
(F = 2.28; df = 2; p = .107). No significant differences were found
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in the combined interactive effect of educational background and stayers/ 
leavers (F = .71; df = 2; p = .492).
The second ANOVACO revealed significant differences within the 
perceptions; human need satisfaction, role, and equity (F = 21.582; 
df = 2; p = .000). The combined interactive effects between perceptions 
and stayers/leavers were not significantly different (F = 1.647; df = 2; 
p = .195). The combined interactive effect of perceptions, and educa­
tional background was not significantly different (F = 1.558; df = 4; 
p = .187). The combined interactive effect was not significantly differ­
ent for perceptions, stayers/leavers, and educational background (F = .672; 
df = 4; p = .612). Data from ANOVACO one and two are presented in 
Table 1.
Since overall significant differences were obtained between 
stayers/leavers and between the perceptions, simple ANOVA's were conducted 
to try to establish the source of the differences among the perceptions.
In the first ANOVA a statistically significant difference between stayers 
and leavers was observed for human need satisfaction perceptions (F = 5.219; 
df = 1; p = .024). The second ANOVA did not exhibit a significant dif­
ference between role perception and stayers/leavers (F = 1.634; df = 1; 
p = .204). The last ANOVA ascertained a highly significant difference 
between equity perception and stayers/leavers (F = 6.404; df = 1; p = .013). 
Human need satisfaction perception (p = .024) and equity perception 
(p = .013) caused the main effect in the observed differences between 
stayers and leavers (p = .016). Mean Profile Analyses on the following 
pages graphically exhibit the significant differences between human need
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Table 1
ANOVA and Covariance Including Repeat Measures 
(ANOVACO) and ANOVA for Stayers and Leavers
ANOVACO One
Source of Variation SS df x2 F P
Stayer/Leaver (S/L) 3.513 1 3.51 5.95 .016*
Education (Edu) 2.699 2 1.34 2.28 .107
Interaction of 
S/L Edu 0.842 2 .42 .71 .492
ANOVACO Two
Source of Variation SS df x2 F P
Perceptions (P) 5.192 2 2.596 21.582 .000*
Interaction of P-S/L .396 2 .198 1.647 .195
Interaction of P-Edu 
Interaction of P-S/L-
.750 4 .187 1.558 .187
Edu .324 4 .080 .672 .612
ANOVA One
Source of Variation SS df x2 F P
Human Need Perception 1.244 1 
ANOVA Two
1.244 5.219 .024*
Source of Variation SS df x2 F P
Role Perceptions 0.385 1 
ANOVA Three
0.385 1.634 .204
Source of Variation SS df x2 F P
Equity Perceptions 2.279 1 2.279 6.404 .013*
*Significant difference at o = .05
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satisfaction perception and equity perception for stayers and leavers 
(Figures 2 and 3). The failure to obtain significant differences in 
role perception is observable in Figure 3.
Ninety-four surveys, forty from leavers and fifty-four from stayers, 
were used in calculating the rank order for establishing the esteem and 
recognition sources among the stayers and leavers. Fifteen surveys were 
discarded due to misinterpretation of directions. Sank order was estab­
lished based on the mean scores per choices for each group. The choices 
for esteem and recognition sources to be ranked were co-worker, head 
nurse, patient's family, physician, self and a blank. Of the ninety- 
four surveys used in the rank order only seven had anything written in 
the blanks. The personal choices added for esteem source for stayers 
were "my own family," "the ancillary departments," "the administrator," 
and "the supervisor"; for leavers "my own family," "the inservice 
instructor," and "the ancillary departments." The personal choices 
added for recognition sources for stayers were "the supervisor" and "the 
ancillary department"; for leavers "my family members" and "the team 
leader." No personal choices were included in the ranking due to the 
low number. The ordered rankings for esteem and recognition have been 
compiled and are listed in Appendixes D and E. No significant trends 
occur which differentiate stayers and leavers. Both stayers and leavers 
rank order for esteem source were identical for the first, second, 
third, and fourth choices. The source of recognition had the same order 
for the first and sixth choice with some similarities in the middle, 
but three tie orders made it difficult to match accurately.

















Figure 2. Primary Mean Profile Analysis 
for Stayers and Leavers.


















Human Need Role Equity
Satisfaction Perceptions Perceptions
Perceptions
Figure 3. Alternate Mean Profile Analysis 
for Stayers and Leavers
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There were no significant trends in the demographic variables of 
marital status, shift assignment or position held. The educational 
background distribution of participants was slightly skewed because of 
a nonavailability of participants fitting the specific subgroups Bacca­
laureate degree and Associate degree leaver. Thirty percent of the 
desired Baccalaureate degree leavers and twenty-five percent of the 
desired Associate degree leavers were not available. The 49 registered 
nurse leavers represented 45% of the sample while the 60 stayers repre­
sented 55% of the sample. Age distribution was categorized into five 
groups: (1) 20 through 24, (2) 25 through 29, (3) 30 through 34,
(4) 35 through 39, (5) 40 or more. The distribution by age for stayers 
is bimodal with a peak at 25-29 category and another peak beginning at 
the 40+ category. The unimodal distribution by age for leavers has a 
positive skew. A Chi Square Test indicated a significant difference 
between stayers/leavers and age distribution (x| = 9.49). Leavers
as a group were concentrated in the 25-29 year range while stayers had 
two areas of concentration, between 25-29, and over 40.





The purpose of this study was to gain insight into specific factors 
which could influence a staff nurse's decision to stay or leave a posi­
tion in an acute care hospital. Human need, role, and equity theories 
were used to develop the basis for the Retention-Turnover Process.
The Nursing Perceptions Index (NPI), a self representational tool, was 
designed for use by registered nurses below the head nurse level in 
acute care hospitals. Face and content validity, as well as reliability 
tests were conducted. Two hypotheses were developed in regard to stayers 
and leavers based on perception and educational background. Data were 
collected and analyzed from a sample of 109 registered nurses from ten 
conveniently located acute care hospitals. Analyses of variance and 
covariance with repeated measure were done. Stayers and leavers were 
significantly different. The noted difference was determined by indivi­
dual ANOVA which revealed that human need satisfaction perception and 
equity perception caused the main effect. Analysis of variance and 
covariance with repeated measure, and individual ANOVA did not show a 
significant difference between educational backgrounds or role percep­
tions of stayers/leavers. The ranking data collected for esteem and 
recognition sources failed to reveal any significant differences between 
stayers and leavers. Demographic information was unremarkable for
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trends which differentiated between stayers and leavers. In general, 
leavers were younger chan stayers.
The contribution of this study is that human need satisfaction per­
ceptions and equity perceptions differentiate between staff nurses who 
stay and those who leave acute care hospitals. The requisite to satisfy 
human needs was present in all staff nurses. The fact that the nurse 
works visually assured satisfaction of the physiological and safety needs. 
Satisfaction at the physiological and safety levels shifted the drive 
to the social and egoistic levels. Unless there were opportunities pro­
vided at work to satisfy these higher level needs, there were perceptions 
of deprivation and behavior reflected that state. If the nurse observed 
the ratio of personal outcomes (rewards) to inputs (effort) and the 
ratio of others1 outcomes (reward) to inputs (efforts) to be unequal 
the work environment was perceived as unjust. The presence of inequity 
created a drive to reduce inequity perceptions. The strength of the 
drive to correct the inequity was proportional to the tension created. 
According to Adams (1963) possible avenues of achieving an equitable 
state were, "A person may increase or decrease his input or his output; 
or he may change his comparison group by quitting, transferring or being 
absent" (p. 10). Findings in the area of human need satisfaction per­
ception and equity perception proved consistent with previous studies.
Role perception and educational background, although found to be 
nonsignificant statistically, must be addressed. One explanation is 
that if roles are to be constructed as social facts, then the behaviors 
of people [nurses] are considered to be structurally determined by the
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social forces dominant in a given society at any point in time" (Hardy, 
1978, p. 19). None of the hospitals in this study distinguished among 
the baccalaureate, associate, and diploma prepared nurses in job 
descriptions or hiring practices. The staff nurse's role perceptions 
were reinforced if his views concerning the placement of his efforts 
corresponded closely with his job description. If the individuals 
educationally developed role perceptions were incongruent with the 
hospital's definition of a staff nurse, that nurse could expend a great 
deal of effort performing at a high level without achieving recognition 
for this superior performance. Unrewarded and under pressure to con­
form, the staff nurse reduced role perceptions to those presently being 
used to define a staff nurse. Repeatedly staff nurse participants, 
both leavers and stayers, expressed a frustration because changing 
jobs would not change an environment which "stifles creativity." The 
lack of statistical differentiation by educational background is in 
direct opposition with previous studies (Federico, Federico & Lundquist, 
1976; Penzer, 1969; and Seybolt, 1976) which suggest that the higher the 
education, the higher the workers' expectation and turnover.
In identifying the source of esteem for staff nurses both stayers 
and leavers chose the patient, self, co-worker and the patient's family 
as the four most important sources of esteem. Leavers ranked the 
physician and head nurse fifth and sixth, respectively, while stayers 
simply inverted the head nurse and physician ranking. The data indi­
cated that the staff nurses' esteem source for self confidence, 
independence and achievement are being satisfied at the bedside wi;h 
the patient. This is logical and is indicative of a true autonomy
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developing in nursing.
The identification of quality performance recognition source was 
contrary to expectation. Both stayers and leavers ranked the patient as 
the primary source of quality performance recognition. Expertise, 
quality performance, in nursing should be recognized and reinforced by 
nurses. In the administrative hierarchy of hospitals, head nurses have 
the responsibility and the authority to judge the expertise of the staff 
nurse. The data indicated that staff nurses looked to the patient to 
satisfy their need for status, recognition, and appreciation in place 
of the deserved respect of their colleagues in the nursing administra­
tive hierarchy.
Demographic data did not show any unexpected trends in age distri­
bution, marital status, position held, or shift assignment. The 
distribution of participants by educational preparation was unexpectly 
skewed. The movement between area hospitals is less than expected for 
baccalaureate and associate degree nurses. This is probably due to 
efforts among the area hospitals to provide similar job descriptions, 
wages and benefits for staff nurses.
The findings of differences and similarities between stayers and 
leavers with regard to equity perception, human need satisfaction 
perception, role perception, educational background, sources of esteem, 
performance recognition sources and the demographic variables have been 
addressed. It is concluded that equity perception and human need satis­
faction perception are significantly different between stayers and leavers 
while role perception and variations in educational background are not.
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It was unclear what effect a lack of distinct educationally defined job 
desciptions and hiring practices has on role perception and eventually 
on the Retention-Turnover Process. Esteem sources reflected a logical 
and representative view of the autonomy nursing has been seeking. 
Recognition sources are somewhat skewed if one believes that it takes 
an expert nurse to recognize expertise in other nurses. Demographic 
data were noncontributory.
The tool developed for this study, Nursing Perceptions Index (NPI) 
should be restudied and refined. Future improvements on the Nursing 
Perceptions Index (NPI) should modify and strengthen the section of the 
tool evaluating role perceptions. Working toward a genuinely multi­
variate approach, attempts should be made to incorporate other variables 
such as leadership style, and patterns of communication. Many of the 
participants in this study expressed a strong desire to add comments 
regarding reasons for staying or leaving a hospital so an open ended 
statement should be added for comments.
Recommendacions
Future studies are recommended to provide further clarification of 
variations of response on the Retention-Turnover Continuum. Research 
using the Nursing Perceptions Index in other settings where nurses are 
employed, such as community health departments is advised. Repetition 
of this study in hospitals with educationally differentiated job descrip­
tions and hiring practices is recommended. Perhaps nurses who have 
chosen to leave nursing or to leave hospital nursing should be compared 
with those who stay in hospitals. Studies which set levels of "appropri­
ate" retention and turnover are strongly recommended.
\
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Appendix A






Re: Permission to Conduct Research
Dear Liaison Person,
Your hospital has been chosen as one of ten sites which will be 
used to obtain data for A Comparative Analysis of Factors Influencing 
Registered Nurse Retention and Turnover below the Head Nurse Level in 
Acute Care Hospitals. Participation will involve providing personnel 
information so that twelve registered nurses can be chosen as part of 
this project sample. Also, at a later date a room will be needed where 
participants can fill out a questionnaire. Results of this project 
will be made available to you and the participating nurses. I will be 
glad to meet with you and discuss this project in detail. The tenta­
tive date for beginning to collect data will be January 2, 1982. It 
would be helpful if written permission could be granted by December 2, 
1981.
Sincerely,
Jean M. Snyder 
Graduate Nursing Student
















1. CIRCLE the number of the response that best 
describes how you feel about the statement.
2. The term "nurse" means "Registered Nurse" in 
all cases.
3. Do not omit any items.












1 2 3 4 5
Nurses do not face occupational hazards.
Strongly Somewhat No Somewhat Strongly
Disagree Disagree Opinion Agree Agree
1 2 3 4 5
Nurses from this unit: socialize together away
from the hospital.
Almost About half Very
Never Seldom the time Often Often
1 2 3 4 5
Nurses from this unit feel good about themselves
as a group.
Almost About half Very
Never Seldom the time Often Often
1 2 3 4 5
5. Nurses help each other meet job requirements when 
outside family and personal commitments interfere.
Almost About half Very
Never_______Seldom the time Often_____ Often
1 2 3 4 5












6. Nurses are respected professionals.
Strongly Somewhat No Somewhat Strongly
Disagree Disagree Opinion Agree_____ Agree
1 2 3 4 5
7. Nurses who give superior care to a patient receive 
verbal recognition from the Head Nurse.
Very About half Quite Very
Seldom Sometimes the time Often_____ Often
1 2 3 4 5
8. The nursing profession has helped me to achieve 
clearer more efficient perceptions of reality.
Strongly Somewhat No Somewhat Strongly
Disagree Disagree Opinion Agree Agree
1 2 3 4 5
9. The nursing profession has helped me to be more 
responsive to new experiences.
Strongly Somewhat No Somewhat Strongly
Disagree Disagree Opinion Agree Agree
1 2 3 4 5
10. The nursing profession has helped me to achieve 
spontaneity, expressiveness, and aliveness in my 
personality.
Strongly Somewhat No Somewhat Strongly
Disagree Disagree Opinion____ Agree______Agree
1 2 3 4 5
11. The nursing profession has helped me to achieve the 
highest potential of my abilities.
Strongly Somewhat No Somewhat Strongly
Disagree Disagree Opinion____ Agree______Agree
1 2 3 4 5
12. Nurses are accepted as a member of the Health Team.
Not About half Most of All the
Once Rarely the time the time time
1 2 3 4 5





















Technology * s 
Effect on 
Role of Care 
Giver
14. Technological advances (such as computers,
monitoring equipment) have increased the ability 














Nursing care can be cost effective and of high 












Role 16. The order of priorities in giving patient care












17. Nurses can give the kind of care that they per­










18. Nurses communicate to reach agreements regarding 











19. Orientation helps newly employed nurses understand 
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Education as 



























20. In-Service Education is helpful in attaining and 
maintaining professional competency.
Almost About half Very
Never Seldom the time Often______Often
1 2 3 4 5
21. The nurse's role is basically the same regardless 
of the type of unit where employed (medical- 
surgical, pediatric, obstetric, etc.).
Almost About half Very
Never Seldom the time Often Often
22. Nursing is a wholesome, rewarding profession.
Not at A Quite Very
all Little Some A Bit Much
23. In the last four months, I have attended __________
unit meetings?
None About 25% About 50% About 75% All 
1 2 3 4 5
24. Patients and families are aware of the educational 
differences between Registered Nurses (DIP, AS,
BSN) .
To No Little Some Large Very Great
Extent Extent Extent Extent______Extent
1 2 3 4 5
25. Patients can accurately estimate the salary range 
for Registered Nurses.
To No Little Some Large Very Great
Extent Extent Extent Extent______Extent
1 2 3 4 5
















26. Rewards and penalties (shift preference, pro­
motions, demotions, corrective actions) are based 
on nursing performance when giving patient care.
Very About half Quite Very
Seldom Sometimes the time____ Often____ Often
1 2 3 4 5
27. Assignments are based on the nurses past per­
formance .
Very About half Quite Very
Seldom Sometimes the time Often Often
1 2 3 4 5
28. The patient workload during the past four months 
was:
Entirely Hard to Just Stometimes Often not 
too much keep about not enough enough to
for me to up right to keep keep me
handle_____ with amount me busy_____ busy_____
29. The workload was evenly distributed among the 









30. The job description clearly specifies standards of 























are to be 
achieved


















are to be 
achieved



















31. I believe that the performance standards upon 






uate my Very Somewhat Quite Very
work Unfair Fair Fair Fair
1 2 3 4 5
32. My last performance evaluation was done:
Never More than 9 months to 6 months- Less than
Evaluated 1 year ago 1 year ago 3 months ago 3 months
1 2 3 4 5
Rate your satisfaction of each of the following:
Very un- Quite Some- Quite Very
satis- unsatis- what satis- satis­
fied fied satis- fied fied
fied
33. Your job 1 2 3 4 5
34. Your Head
Nurse 1 2 3 4 5
35. Your Pay 1 2 3 4 5
36. When comparing the work responsibility and salary 
of staff nurses to those of other professionals 
employed by the hospital, I feel:
Very Quite
unsatis- unsatis- Somewhat Quite Very
fied fied satisfied satisfied satisfied_  _ _ 4  5
37. There is too much favoritism within this unit.
Very About half Very
Often Often the time Sometimes Seldom
1 2 3 4 5











1. Rank the following answers from 1 to 7 (use 1 to 
indicate the most applicable).
38. Ify professional esteem is bolstered most by 
recognition of quality care by:
  Co-worker
  Head Nurse
  Other _______________
  Patient
  Patient's Family
  Physician
Self
39. The person most likely to recognize high levels 
of performance (e.g., give a special word of 
appreciation or give a compliment) is:
  Co-worker
  Head Nurse
  Other _______________
  Patient
  Patient's Family
  Physician
  Self
40. Number of Years with this Organization: 
_______________  (Put an X if less than 6 months)
41. Check each position held in this organization. 
Fill in corresponding number of years for each 
item checked.
Staff nurse, permanent shift ______ years
Staff nurse, rotating shift ______ years
Charge nurse, permanent   years
Charge nurse, rotating   years
Assistant Head nurse   years
(other) __________________   years
42. Give the order of positions held in this organi­
zation (1 being most recent).
  Staff nurse, permanent shift
  Staff nurse, rotating shift
  Charge nurse, permanent
  Charge nurse, rotating
  Assistant Head Nurse
  (Other) ___________________
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43. Check present annual salary.









45. Sex: Male Female





47. Number of Dependents (include yourself):
48. Basic Educational Level:
49. Year Obtained: 19___








51. Year Obtained: 19




Project Description: You have been asked to participate in a nursing
research project designed to study factors influencing 
registered nurse retention and turnover in positions below 
the head nurse level. This will involve answering a 
questionnaire which will take from 15 to 30 minutes to 
complete.
Benefits: Results of this research project will be made available to 
you through the hospital nursing office.
Risks: None. Anonymity will be maintained throughout the research
study.
Date___________________________
I,  , have been informed by Jean M. Snyder
(Print Name)
of the benefits and risks of participation in the research project 
titled, A Comparative Analysis of Factors Influencing Registered Nurse 
Retention and Turnover below the Head Nurse Level in Acute Care Hospitals. 
I know that I may withdraw from participation at any time without recrim­
ination or penalty of any kind. I understand that anonymity will prevail 
























Rank Order of Esteem Source for Stayers and Leavers
Educational Preparation
Total
Baccalaureate Degree Associate Degree Diploma
Leavers Stayers Leavers Stayers Leavers Stayers Leavers Stayers
1. Self 1. Patient 1. Patient 1. Patient 1. Patient 1. Patient 1. Patient 1. Patient
2. Patient 2. Self (tie)
2.5. Self/ 
Physician
2. Self 2. Self 2. Self 2. Self 2. Self
S. Co-workers 3. Co-workers 3. Patient's 
family
3. Co-workers 3. Co-workers 3. Co-workers 3. Co-workers
4. Patient's 
family








S. Head Nurse S. Patient's 
family
(tie)
5.5. Head Nurse/ 
Patient's 
family
5. Head Nurse 5. Head Nurse S. Head Nurse 5. Physician 5. Head Nurae
6. Physician
1




















Rank Order of Quality Performance Recognition Source for Stayers and Leavers
Educational Preparation
Totals
Baccalaureate Degree Associate Degree Dlplomt
Leavers Stayers Leavers Stayers Leavers Stayers Leavers Stayers
1. Patient 1. Patient 1. Patient 1. Patient 1. Patient 1. Patient 1. Patient 1. Patient
2. Sell 2. Self 2. Co-workers 2. Patient's 
family
2. Co-workers 2. Head Nurse 2. Co-workers (tie)
2.5.
Co-workers/
self3. Co-workers 3. Co-workers 3. Patient's family














5. Head Nurse S. Head Nurse S. Head Nurse 3. Self S. Head Nurse 5. Patient's 
family
3. Head Nurse





Distribution of Stayer and Leaver Participants 
by Educational Preparation 
(absolute number/percent)





Leaver 14/12.84 15/13.76 20/18.35 49/44.95
Stayer 20/18.35 20/18.35 20/18.35 60/55.05
Total 34/31.19 35/32.11 40/36.70 109/100


















Distribution of Participants by Age Group 
(absolute number/percent)
Age Educational Preparation
Baccalaureate degree Associate degree Diploma
iOu&l
Leavers Stayers Leavers Stayers Leavers Stayers
20-24 4/3.67 3/2.75 3/2.75 2/1.83 7/6.42 3/2.75 22/20.18
25-29 6/5.50 10/9.17 4/3.67 6/5.50 8/7.34 2/1.83 36/33.03
30-34 3/2.75 1/.92 5/4.59 5/4.59 3/2.75 3/2.75 20/18.35
35-39 1/ .92 3/2.75 2/1.83 2/1.83 1/ .92 1/.92 9/8.26
40+ 0/0 3/2.75 1/ .92 6/5.50 1/ .92 1/ .92 22/20.18



















Distribution of Participants by Marital Status 
(absolute number/percent)
Status Educational Preparation Total
Baccalaureate degree Associate degree Diploma
Leavers Stayers Leavers Stayers Leavers Stayers
Single 3/2.75 5/4.59 5/4.59 4/2.75 3/2.75 3/2.75 23/21.10
Married 9/8.26 14/12.85 6/12.85 6/5.50 11/10.10 15/13.76 70/64.23
Separated 0/0 0/0 1/.92 2/1.83 0/0 1/.92 4/3.67
Divorced 2/1.83 1/ .92 2/1.83 3/2.75 2/1.83 0/0 10/9.16
Widowed 0/0 0/0 1/ .92 0/0 0/0 1/ .92 2/1.84


















Distribution of Participants by Shift Assignment 
(absolute number/percent)
Position Educational Preparation Total
Baccalaureate degree Associate degree Diploma
Leavers Stayers Leavers Stayers Leavers Stayers
Permanent
shifts
5/4.58 13/11.92 9/8.26 9/8.26 10/9.17 10/9.17 56/51.38
Rotating
shifts
9/8.26 7/6.43 6/5.50 11/10.09 10/9.17 10/9.17 53/48.62



















Distribution of Participants by Position Held 
(absolute number/percent)
Educational Preparation
Position Baccalaureate degree Associate degree Diploma Total
Leavers Stayers Leavers Stayers Leavers Stayers
Staff
Nurse












2/1.83 3/2.75 0/0 4/3.67 0/0 4/3.67 13/11.92
Other 0/0 l1/.92 l2/.92 0/0 0/0 33/2.7 5/4.59
Total 14/12.84 20/18.35 15/13.76 20/18.35 20/18.35 20/18.35 109/100
1 - team leader
2 - acting charge 
3 - 2  preceptors,
nurse
1 in-service instructor
